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The role of training for improvement of skills and knowledge has long been acknowledged. 
Institute Technology Aerospace (ITAS), Kolej Tentera Udara (KTU) is a training centre where 
Royal Malaysia Airforce (RMAF) trains technicians for maintaining the aircrafts. Trainees who 
are exposed to effective training generally possess technical knowledge, skills and attitudes to 
carry out their tasks. ITAS is committed to produce trained RMAF technical personnel and 
continuously improve the training processes.  The purpose of this study was to identify the 
relationship between individual factors, environment factor and employee learning factor on the 
training effectiveness. A total of 102 trainees of ITAS, KTU participated in the survey by filling 
out the study questionnaires. From 102 questionnaires that have been distributed, there are only 
100 answered questionnaires were usable for data analysis, while 2 questionnaires were 
unusable. The Statistical Package for the Social Science version 25.0 (SPSS) approach was 
utilized to test the hypotheses. Regression Analysis was used to determine the strength of the 
relationship between dependent variable and independent variable. The result of the direct 
relationship between the independent variables (individual factors, environment factor and 
employee learning factor) and the dependent variable (training effectiveness) show that they 
influence training effectiveness. This research provides better understanding on training 
effectiveness in ITAS, KTU and potential use of findings can be used by the organization as a 
reference for future research. 
 



















Peranan latihan untuk meningkatkan kemahiran dan pengetahuan telah lama diakui. Institut 
Teknologi Aeroangkasa (ITAS), Kolej Tentera Udara (KTU) adalah pusat latihan di mana 
Tentera Udara Malaysia (TUDM) melatih juruteknik untuk kerja penyelenggaraan pesawat. 
Pelatih yang terdedah kepada latihan yang berkesan umumnya memiliki pengetahuan teknikal, 
kemahiran dan sikap untuk menjalankan tugas mereka. ITAS komited untuk menghasilkan 
kakitangan teknikal TUDM terlatih dan terus memperbaiki proses latihan. Tujuan kajian ini 
adalah untuk mengenal pasti hubungan antara faktor individu, faktor persekitaran dan faktor 
pembelajaran pekerja terhadap keberkesanan latihan. Seramai 102 pelatih ITAS, KTU 
mengambil bahagian dalam tinjauan dengan mengisi borang soal selidik kajian. Daripada 102 
borang soal selidik yang telah diedarkan, hanya 100 borang yang dijawab untuk analisis data, 
manakala 2 borang tidak dapat digunakan. Pendekatan Statistik untuk Sains Sosial versi 25.0 
(SPSS) telah digunakan untuk menguji hipotesis kajian. Analisis regresi digunakan untuk 
menentukan kekuatan hubungan antara pemboleh ubah bergantung dan pemboleh ubah bebas. 
Hasil hubungan langsung antara pembolehubah bebas (faktor individu, faktor persekitaran dan 
faktor pembelajaran pekerja) dan pemboleh ubah bergantung (keberkesanan latihan) 
menunjukkan bahawa mereka mempengaruhi keberkesanan latihan. Penyelidikan ini 
memberikan pemahaman yang lebih baik tentang keberkesanan latihan dalam ITAS, KTU dan 
penggunaan potensi penemuan boleh digunakan oleh organisasi sebagai rujukan untuk 
penyelidikan masa depan. 
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This study seek to analyze the relationship created between the factors of; individuals, 
environment and employee learning towards training effectiveness among the trainees of 
Institute Technology Aerospace (ITAS), Kolej Tentera Udara (KTU). This chapter outlines 
the background of the study and details on how the research will be carried out. It also 
explore on the problem statement, research questions, objectives of the study, significance of 
the study, scope of study, definition of key terms and also on the organization of the thesis. 
 
1.2 Background of study 
Many researchers have argued that training is one of the most frequently used interventions 
in Human Resource Development (HRD) (Scaduto, Lindsay & Chiaburu, 2008; Cacciattolo, 
2015; Sugrue, O‟Driscoll, & Blair, 2005). Training is also an important and essential factor 
that contributes to the service quality (Zumrah, 2014). Training effectiveness is defined as 
the degree to which individuals effectively apply the knowledge, skills, and attitudes gained 
in training context to the job (Baldwin & Ford, 1988; Wexley & Latham, 2002; Honey & 
Mumford, 1986; Sian, Ahmad, Ismail, &Ismail, 2011). 
 
Training becomes so important when human capital, knowledge and skills become one tool 
for us to compete in the world that is heading towards globalization. Training to be said 
effective if the skills and behaviors learned and practiced during training can be transferred 
to the workplace and can be applied in the context of the job. It should also be maintained 
over time and can be generalized across contexts (Baldwin & Ford, 1988; Holton, 2005). 
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Universiti Utara Malaysia, 






 November 2019. 
 
Survey Request for Academic Study on Training Effectiveness 
 
Dear Respondents, 
Thank you for taking the time to participate in this university research project. The objective of 
this research is to examine the factors affecting training effectiveness . My academic supervisors 
are Associate Professor Dr Kamal bin Abd Hamid and Dr Shahrizal bin Badlishah  from 
Universiti Utara Malaysia (UUM). 
 
All data collected in this survey is purely for academic purposes and is confidential and 
anonymous. If you have any query about this project, you may contact me at 012 4293833. 
 
Thank you for your assistance, 
 
Che Zunida bte Che Azmi 
Master of Human Resource Management 




Che Zunida bte Che Azmi 




This questionnaire consists of six (6) pages. It will take approximately 15 minutes to answer all the 
questions in Section A, B, C ,D and E. There is no right or wrong answer for each question in this 
questionnaire. Your honest answer is the best answer. THANK YOU for your participation and support 



























PART A: INDIVIDUAL ASSESSMENT 
 
Instructions: Read the statement below and mark (/) your agreement with that statement. 
Please use the following scale: 















1. I am always looking for a solution to get what I want. 
 
     
2. I believe I can face an unexpected event. 
 
     
3. I know how to handle unexpected situations. 
 
     
4. I can solve problems if I work hard. 
 
     
5. I am always calm when I have difficulty because I am 
confident in my ability. 
 
     
6. If I am in trouble, I can always think of a solution. 
 
     
























8. I have a strong desire to achieve something. 
 
     
9. I am ready to improve my work skills and knowledge. 
 
     
10. I am an independent person. 
 
     
11. I adapt easily to my work skills and knowledge. 
 
     
12. My self-control is high. 
 
     
13. I am confident in applying new skills acquired during 
training to my workplace. 
 
     
14. After the training, I am able to identify the right work 
environment to apply new knowledge and skills. 
 
     
15. I easily adapt to new skills. 
 
     
16. Training organized by my employer made me an 
excellent worker. 
 













PART B: ENVIRONMENT ASSESSMENT 
 
Instructions: Read the statement below and mark (/) your agreement with that statement. 
Please use the following scale: 















1. I am ready to share the new knowledge and skills 
gained during my workplace training. 
 
     
2.  Co-workers can share new knowledge with others. 
 
     
3. Working group members, work together to apply new 
knowledge in the workplace. 
 
     
4. Co-workers who have taken the course pass the 
knowledge on to new employees at work. 
 
     
5. Co-workers who have taken the course pass the 
knowledge on to new employees at work. 
 















PART C: EMPLOYEE LEARNING ASSESSMENT 
 
Instructions: Read the statement below and mark (/) your agreement with that statement. 
 
Please use the following scale: 
 
















1. I like solving problems using a step-by-step approach 
rather than guessing. 
 
     
2.  I like what that I have learnt. 
 
     
3. I prefer simple exercises and not complicated ones. 
 
     
4. I don't take things for granted and I have to make sure. 
 
     
5. For me, the most important thing is for sure and it can 
be used at work. 
 
     
6. I'm actively looking for new projects to manage. 
 
     
7.As I gained new knowledge, I immediately began to 
plan how I could prove it. 
 
     
8.I feel anxious to shape something. I don't like to draw 
conclusions. 
 





PART D: TRAINING EFFECTIVENESS ASSESSMENT 
 
Instructions: Read the statement below and mark (/) your agreement with that statement. 
Please use the following scale: 














1. The Technical Basics course at ITAS has many 
benefits. 
 
     
2.  The Technical Basics course has many drawbacks. 
 
     
3. Technical Basics courses have benefited me greatly. 
 
     
4. Technical Basics courses enhance my skills and 
knowledge. 
 
     
5. This Technical Basics course is very good. 
 
     
6. This Technical Basics course met my initial 
expectations. 
 
     
7. Personally, I think this program works. 
 










PART E: INDIVIDUAL INFORMATION 
 
 
Instructions: Please circle the answer that applies to you. 
 
1. AGE GROUP: 
 a. 18 - 20 
 b 20 - 30 
 c.  30– 40 
 
2. GENDER: 
 a.  Male 
 b.  Female 
 
3. MARITAL STATUS 
 a.  Single 
 b.  Married 
 c.  Widower/Widow 
 
4. EDUCATION LEVEL 
 a.  Certificate of Education Malaysia (SPM) 
 b.  Diploma 
 c.  Degree 
 
5. LENGTH OF SERVICE 
 a.  1 - 5 years 
 b.  5 - 10 years 
 c.  10 - 15 years 
 d.  15 above 
 
 

















Q5: Length of 
Service 
N Valid 100 100 100 100 100 






























1 92 92.0 92.0 92.0 
2 8 8.0 8.0 100.0 
Tota
l 

















1 96 96.0 96.0 96.0 
2 4 4.0 4.0 100.0 
Tota
l 
100 100.0 100.0  
 
 









1 1 1.0 1.0 1.0 
2 97 97.0 97.0 98.0 
3 2 2.0 2.0 100.0 
Tota
l 
100 100.0 100.0  
 
 



















SE Q 1 100 2 5 4.34 .590 
SE Q 2 100 2 5 3.76 .653 
SE Q 3 100 2 5 3.78 .733 
SE Q 4 100 2 5 4.45 .592 
SE Q 5 100 2 5 3.87 .706 
SE Q 6 100 2 5 3.85 .687 
SE Q 7 100 2 5 3.77 .750 
Valid N (listwise) 100     
83  
Motivation   
Descriptive Statistics 




MFL Q 8 100 3 5 4.36 .542 
MFL Q 9 100 3 5 4.40 .586 
MFL Q 10 100 3 5 4.24 .571 
MFL Q 11 100 3 5 4.12 .591 
MFL Q 12 100 2 5 3.89 .737 
MFL Q 13 100 3 5 4.01 .541 
MFL Q 14 100 3 5 4.08 .545 
MFL Q 15 100 3 5 4.11 .567 
MFL Q 16 100 3 5 4.24 .553 




 N Minimum Maximum Mean Std. Deviation 
OC Q 1 100 2 5 4.38 .599 
OC Q 2 100 3 5 4.30 .577 
OC Q 3 100 2 5 4.22 .579 
OC Q 4 100 1 5 4.14 .652 
OC Q 5 100 1 5 4.26 .705 
Valid N (listwise) 100     
 
 
Employee Learning  
Descriptive Statistics 




EL Q 1 100 3 5 3.99 .611 
EL Q 2 100 1 5 4.12 .756 
EL Q 3 100 2 5 4.32 .709 
EL Q 4 100 2 5 4.18 .657 
EL Q 5 100 2 5 4.19 .631 
EL Q 6 100 1 5 3.59 .726 
EL Q 7 100 2 5 3.96 .634 
EL Q 8 100 1 5 3.57 .924 




Training Effectiveness  
Descriptive Statistics 




SE Q 1 100 2 5 4.34 .590 
TE Q 1 100 2 5 4.59 .621 
TE Q 2 100 1 5 2.24 1.055 
TE Q 3 100 3 5 4.43 .573 
TE Q 4 100 3 5 4.43 .573 
TE Q 5 100 3 5 4.47 .559 
TE Q 6 100 3 5 4.18 .626 
TE Q 7 100 1 5 4.35 .672 
Valid N (listwise) 100     
 
Descriptive statistic 







Independent Variable   
Individual Factors  
-Self-effectiveness 







Environment Factor  






















N Valid 100 100 100 100 
Missing 0 0 0 0 
Skewness -.030 -1.172 -.365 .104 
Std. Error of Skewness .241 .241 .241 .241 
Kurtosis .178 5.092 .471 -.458 







Case Processing Summary 
 N % 
Cases Valid 100 100.0 
Excluded
a
 0 .0 
Total 100 100.0 





Cronbach's Alpha Cronbach's Alpha Based on 
Standardized Items 
N of Items 




 Mean Std. Deviation N 
SE Q 1 4.34 .590 100 
SE Q 2 3.76 .653 100 
SE Q 3 3.78 .733 100 
SE Q 4 4.45 .592 100 
SE Q 5 3.87 .706 100 
SE Q 6 3.85 .687 100 
SE Q 7 3.77 .750 100 
MFL Q 8 4.36 .542 100 
MFL Q 9 4.40 .586 100 
MFL Q 10 4.24 .571 100 
MFL Q 11 4.12 .591 100 
MFL Q 12 3.89 .737 100 
MFL Q 13 4.01 .541 100 
MFL Q 14 4.08 .545 100 
MFL Q 15 4.11 .567 100 

































1.000 .345 .409 .338 .447 .501 .316 .562 .304 .175 .461 .342 .401 .418 .431 .212 
SE Q 
2 
.345 1.000 .564 .308 .392 .437 .628 .218 .332 .292 .311 .385 .321 .253 .263 .217 
SE Q 
3 
.409 .564 1.000 .370 .491 .596 .660 .278 .254 .272 .388 .422 .362 .348 .351 .281 
SE Q 
4 
.338 .308 .370 1.000 .431 .515 .326 .434 .436 .096 .277 .114 .395 .420 .423 .284 
SE Q 
5 
.447 .392 .491 .431 1.000 .563 .458 .388 .469 .103 .328 .477 .321 .369 .314 .210 
SE Q 
6 
.501 .437 .596 .515 .563 1.000 .599 .309 .477 .350 .368 .486 .466 .437 .484 .282 
SE Q 
7 
.316 .628 .660 .326 .458 .599 1.000 .181 .280 .319 .314 .447 .354 .392 .393 .208 
MFL 
Q 8 
.562 .218 .278 .434 .388 .309 .181 1.000 .433 .077 .274 .201 .332 .347 .298 .181 
MFL 
Q 9 
.304 .332 .254 .436 .469 .477 .280 .433 1.000 .224 .327 .243 .306 .373 .383 .168 
MFL 
Q 10 
.175 .292 .272 .096 .103 .350 .319 .077 .224 1.000 .303 .256 .417 .295 .386 .232 
MFL 
Q 11 
.461 .311 .388 .277 .328 .368 .314 .274 .327 .303 1.000 .448 .502 .504 .383 .313 
MFL 
Q 12 
.342 .385 .422 .114 .477 .486 .447 .201 .243 .256 .448 1.000 .281 .450 .319 .313 





.418 .253 .348 .420 .369 .437 .392 .347 .373 .295 .504 .450 .511 1.000 .528 .372 
MFL 
Q 15 
.431 .263 .351 .423 .314 .484 .393 .298 .383 .386 .383 .319 .523 .528 1.000 .334 
MFL 
Q 16 






 Scale Mean if 
Item Deleted 
Scale Variance 







Alpha if Item 
Deleted 
SE Q 1 60.93 35.561 .593 .544 .893 
SE Q 2 61.51 35.242 .568 .507 .894 
SE Q 3 61.49 33.949 .655 .570 .891 
SE Q 4 60.82 35.927 .535 .503 .895 
SE Q 5 61.40 34.465 .617 .507 .892 
SE Q 6 61.42 33.680 .743 .660 .887 
SE Q 7 61.50 33.949 .637 .616 .891 
MFL Q 8 60.91 36.749 .462 .465 .897 
MFL Q 9 60.87 36.074 .520 .452 .896 
MFL Q 10 61.03 37.039 .391 .319 .900 
MFL Q 11 61.15 35.684 .573 .456 .894 
MFL Q 12 61.38 34.743 .551 .499 .895 
MFL Q 13 61.26 35.871 .604 .484 .893 
MFL Q 14 61.19 35.691 .629 .506 .892 
MFL Q 15 61.16 35.671 .604 .474 .893 






Mean Variance Std. 
Deviation 
N of Items 












Case Processing Summary 
 N % 
Cases Valid 100 100.0 
Excluded
a
 0 .0 
Total 100 100.0 




Cronbach's Alpha Cronbach's Alpha Based on 
Standardized Items 
N of Items 






 Mean Std. Deviation N 
OC Q 1 4.38 .599 100 
OC Q 2 4.30 .577 100 
OC Q 3 4.22 .579 100 
OC Q 4 4.14 .652 100 
OC Q 5 4.26 .705 100 
 
 
Inter-Item Correlation Matrix 
 OC Q 1 OC Q 2 OC Q 3 OC Q 4 OC Q 5 
OC Q 1 1.000 .543 .485 .561 .457 
OC Q 2 .543 1.000 .496 .505 .451 
OC Q 3 .485 .496 1.000 .614 .527 
OC Q 4 .561 .505 .614 1.000 .689 




 Scale Mean if 
Item Deleted 







Alpha if Item 
Deleted 
OC Q 1 16.92 4.196 .626 .416 .828 
OC Q 2 17.00 4.303 .607 .389 .833 
OC Q 3 17.08 4.196 .658 .443 .820 
OC Q 4 17.16 3.752 .758 .602 .791 





Mean Variance Std. Deviation N of Items 




Employee Learning  
 
Case Processing Summary 
 N % 
Cases Valid 100 100.0 
Excluded
a
 0 .0 
Total 100 100.0 




Cronbach's Alpha Cronbach's Alpha Based on 
Standardized Items 
N of Items 







 Mean Std. Deviation N 
EL Q 1 3.99 .611 100 
EL Q 2 4.12 .756 100 
EL Q 3 4.32 .709 100 
EL Q 4 4.18 .657 100 
EL Q 5 4.19 .631 100 
EL Q 6 3.59 .726 100 
EL Q 7 3.96 .634 100 




Inter-Item Correlation Matrix 
 EL Q 1 EL Q 2 EL Q 3 EL Q 4 EL Q 5 EL Q 6 EL Q 7 EL Q 8 
EL Q 1 1.000 .440 .124 .306 .319 .309 .207 .261 
EL Q 2 .440 1.000 .399 .444 .397 .238 .305 .321 
EL Q 3 .124 .399 1.000 .287 .314 .179 .411 .228 
EL Q 4 .306 .444 .287 1.000 .575 .326 .235 .295 
EL Q 5 .319 .397 .314 .575 1.000 .436 .398 .384 
EL Q 6 .309 .238 .179 .326 .436 1.000 .403 .427 
EL Q 7 .207 .305 .411 .235 .398 .403 1.000 .332 




 Scale Mean if 
Item Deleted 
Scale Variance 








Alpha if Item 
Deleted 
EL Q 1 27.93 11.177 .425 .257 .782 
EL Q 2 27.80 10.061 .554 .389 .762 
EL Q 3 27.60 10.848 .414 .273 .784 
EL Q 4 27.74 10.558 .538 .398 .766 
EL Q 5 27.73 10.341 .628 .457 .753 
EL Q 6 28.33 10.385 .507 .332 .770 
EL Q 7 27.96 10.786 .503 .321 .771 






Mean Variance Std. Deviation N of Items 






Case Processing Summary 
 N % 
Cases Valid 100 100.0 
Excluded
a
 0 .0 
Total 100 100.0 







Cronbach's Alpha Cronbach's Alpha Based 
on Standardized Items 
N of Items 





 Mean Std. Deviation N 
TE Q 1 4.59 .621 100 
TE Q 2 2.24 1.055 100 
TE Q 3 4.43 .573 100 
TE Q 4 4.43 .573 100 
TE Q 5 4.47 .559 100 
TE Q 6 4.18 .626 100 






Inter-Item Correlation Matrix 
 TE Q 1 TE Q 2 TE Q 3 TE Q 4 TE Q 5 TE Q 6 TE Q 7 
TE Q 1 1.000 -.311 .500 .472 .474 .296 .323 
TE Q 2 -.311 1.000 -.106 -.206 -.176 .010 -.063 
TE Q 3 .500 -.106 1.000 .569 .561 .486 .340 
TE Q 4 .472 -.206 .569 1.000 .719 .402 .366 
TE Q 5 .474 -.176 .561 .719 1.000 .478 .418 
TE Q 6 .296 .010 .486 .402 .478 1.000 .425 





 Scale Mean if 
Item Deleted 
Scale Variance 








Alpha if Item 
Deleted 
TE Q 1 24.10 5.646 .377 .374 .578 
TE Q 2 26.45 7.098 -.190 .124 .828 
TE Q 3 24.26 5.245 .599 .467 .517 
TE Q 4 24.26 5.326 .564 .570 .528 
TE Q 5 24.22 5.244 .621 .591 .514 
TE Q 6 24.51 5.182 .552 .352 .524 





Mean Variance Std. Deviation N of Items 































Sig. (2-tailed)  .000 .000 .000 
N 100 100 100 100 









Sig. (2-tailed) .000  .000 .000 
N 100 100 100 100 









Sig. (2-tailed) .000 .000  .000 












Sig. (2-tailed) .000 .000 .000  
N 100 100 100 100 















 .313 .284 .32322 
a. Predictors: (Constant), Employee Learning, Self-efficacy , 
















1 Regression 4.512 4 1.128 10.797 .000
b
 
Residual 9.925 95 .104   
Total 14.437 99    
a. Dependent Variable: Training Effectiveness 





Model Unstandardized Coefficients Standardized 
Coefficients 
t Sig. 
B Std. Error Beta 
1 (Constant) 1.857 .382  4.866 .000 
Self-efficacy .192 .094 .250 2.041 .044 
Motivation for Learning .114 .141 .111 .810 .420 
Organizational Culture .002 .085 .003 .029 .977 
Employee Learning .249 .093 .297 2.685 .009 
a. Dependent Variable: Training Effectiveness 
 
 
 
 
 
 
 
 
 
 
 
 
 
